Purpose: This paper addresses the generic research question of how promising management practices such as TQM initiatives, affect employee relations in South Eastern European (SEE) countries by focusing on managers' professional lives. In particular, this study focuses on the effects of TQM programmes on Middle Managers' (MMs') career prospects and job security.
Introduction
A number of management models have dramatically changed Employment Relationships (ER) over the last 50 years or so. Two main areas of discussion that have been affected are employee career development and job security. In particular, Middle Managers (MMs), have more closely reviewed their future career prospects since a variety of organizational changes have significantly impacted their career development and job security. This has been caused, primarily, due to changes which are simultaneously beneficial to organizations but create confusion to industrial relations (Baruch, 2003) . Moreover, the main knowledge that we have regarding the impact of management models on ER has emerged from organizations operating in western countries, which represent what have been termed Anglo-Saxon business systems (Sally, 1996; Dufey et al, 1997; Pauly and Reich, 1997; Whitley, 1999) . These business systems operate under similar principles. In the Anglo-Saxon model "…inter-firm relationships tend to be more ad hoc and market-driven…" and there are "…highly formalized and elaborate internal financial control systems…[with a] predominant role
[given] to the finance function" (Ferner and Quintanilla, 1998, p.715) . Furthermore, there are flexible external labour markets and high rates of employment change (Whittaker, 1990) .
Finally, the Anglo-Saxon systems emphasise generalist management career progression rather than the specialist one (Evans et al., 1989) . Nevertheless, there is limited knowledge coming from non-Anglo-Saxon countries, which do not have the above features but are keen towards the adoption of promising management systems. A prime example includes those nations in
South Eastern European (SEE).
In this respect, the present study addresses the extent to which managerial changes affect employment relationship in SEE. In particular, it emphasizes critical aspects of MMs' work, like career prospects and job security that have been affected by the application of managerial changes like Total Quality Management (TQM). The paper is structured in two parts. The first part reviews the literature related to the relationship between TQM and career development in general and MMs' career prospects and job security in particular. The second part analyses and discusses the main findings and conclusions of the research conducted in four (4) SEE countries.
The Changing Nature of Middle Managers' Career in a Changing Organization
Nowadays, the ability to manage knowledge resources is very important for a business to be able to change, adapt and grasp new opportunities in a fast changing environment (Binney, 2001) . As one of the most essential working groups in organizations, MMs are responsible for accomplishing strategic change objectives and plans; however, their role has dramatically transformed because of organizational structural shifts from traditional to flatter ones with less scalar chain of authority differentiation. They seem to be taking on the position of Knowledge Dealers by linking organizational knowledge inside as well as outside the organizational environment, diffusing this knowledge to other structural layers, and implementing and facilitating the application of strategic decisions (Psychogios, et al., 2008a; Psychogios, et al., 2008b ).
In addition, MMs have become more 'generalist' oriented with increased responsibilities for a variety of tasks including the work of their subordinates (Clarke, 1998; Psychogios, et al., 2008a) . Consequently, they find themselves in many contradictory and paradoxical situations in their everyday activities facing continuous change and uncertainty.
Organizations are considered less certain places for MMs because, as Clarke (1998) argues, "they [organizations] expect their workers to be both more autonomous and more of a team, their managers to be more delegating and more controlling" (p.192). Moreover, some authors (e.g., Gates, 2006; Stoker, 2006) argue that their role is essential in any type of organization (traditional or innovative), but it has changed from being more task-oriented to relationship and people oriented. Deepak (1999) argues that MMs have to focus on "knowledge creation, knowledge transfer, challenging the status quo, change facilitation, and values clarification" (p.10) in order to be successful. Furthermore, Huy (2001) supports the view that there are four ways in which MMs contribute to organizational change, thus contradicting the "middle manager myth". An entrepreneurial manager, energetic and innovative, who is capable and eager to apply his ideas with good interpersonal skills that help him influence the informal networks in favor of the changing environment has been purported; also, MMs tend to harmonize employees' dispositions and emotional wants with the change and supervise and control the transition.
Furthermore, research on Emotional Intelligence (EI) has shown that it is a useful tool for management development and increasing the promotional readiness of MMs (Langley, 2000) . The development of such "soft skills" is the basis for a future manager's personality.
From the research it has been found that senior managers tended to score higher in emotional awareness, innovation and commitment suggesting that they have more control over their feelings and are less likely to react emotionally. For MMs to be on a promotion list they require more effort in enhancing EI. Finally, because of the pressures faced by MMs and their uncomfortable position in the workplace represented as "a piece of meat sandwiched between two slice of bread" (Trent and Schraeder, 2003) , self-efficacy is suggested as the very foundation which brings about the success of task accomplishment.
The above new features of MMs' work in a changing organization seem to bring more problems to their personal career agenda. Numerous studies related to MMs show them as reluctant to organizational change because this could create negative implication in their immediate jobs and in their overall career progression (Young, 2000) . Huy (2001) argues that MMs are seen as a group of mediocre, unimaginative, stiff, and sometimes saboteurs, when it comes to change. Also, Dopson and Neuman (1998) summarize the following modifications in companies where MMs seem to oppose changes: empowerment because they lose power in favor of their subordinates; TQM as a specific means as it encourages them to give up tasks like monitoring and auditing; and the introduction of new aspects in employee improvement eliminate MMs' influence upon them.
Other studies have emphasized the argument that MMs' positive or negative attitudes towards organizational change are strongly linked to their career development. For example, research conducted in 21 Australian organizations, revealed that MMs perceptions related to organizational change depended on the stage of their career (Davis and Fisher, 2002) ; career seems to be linked with the psychological impact of organizational changes on MMs (Dopson and Neuman, 1998) . As Gates (2006) underlines, security, job clarity and task load are major concerns for MMs. These facts are supported by a survey which suggests that MM turnover is twice as much as top executives in U.S. (Anon, 2006) . Another important aspect related to task overload is the fact that they have responsibilities that they are not trained for (Anon, 2006) . This suggests that companies do not pay much attention to their MMs and that their career is endangered. Moreover, leaner and flatter organizational structures have cut layers of management and resulted in downsizing. This has decreased the opportunities for promotion and vertical development mobility making lateral growth more probable through job enrichment (Tzabbar et al., 2003) . This fact it is not clearly understood by managers in general and causes job dissatisfaction because they consider it a kind of motivation.
In conclusion, it could be argued that the changing organization does not seem to offer MMs authority ladder opportunities on the basis of technical competence and personal compatibility, but on the ability to change behaviours (e.g., be creative and do things differently). This new role of MMs is much debated and as a result many feel insecure about their jobs and future careers, especially when this is challenged by promising management paradigms such as TQM.
Middle Managers' Career Advancement through TQM
The emergence of TQM in the contemporary business environment has been considered as a major management alteration in counteracting a series of organisational changes. There are several studies in the literature that view MMs as key players in total quality achievements, while others see a negative impact (Barlett, 1983; Dale and Barlow, 1984; Dale and Hayward, 1984; Ishikawa, 1985; Brennan, 1991; Hill, 1991 and . In addition there are several studies that focus on the role of MMs in a total quality context and the effects that it has on their work autonomy; in particular MMs are very concerned with the effect that TQM might have on the nature of their work (Klein, 1984; Wilkinson, 1999) and their career. For instance, Wilkinson, et al. (1993) found that the effect of TQM on MMs was important in that it made their jobs more demanding, emphasized team-work, people management skills and technical knowledge. Marchington et al., (1994) argue that MMs are skeptical about TQM in terms of loss authority or increased workload. They perceive themselves as losing control over their specialist knowledge and as having to work harder for limited return (Wilkinson, 1993) . Furthermore, Wilkinson et al. (1992) suggest that TQM became a source of conflict between competing interest groups. According to Webb (1995) top managers, in their effort to make TQM successful, pressed MMs to change the nature of work. Also, the development of team leaders might have been perceived as a threat to their positional authority (Legge, 2000) .
Other studies explore how managers consider the linkages of empowerment and autonomy with TQM rhetoric (Psychogios et al, 2009; Psychogios and Priporas, 2007; Kivimäki et al., 1997; Denham et al., 1997; McLaughlin and Kaluzny, 1990) . A study by Holden and Roberts (2004) supports the view that the application of TQM, has had a negative impact on MMs' autonomy in some countries like the UK, in comparison with others like Holland and Sweden.
The above literature demonstrates a broadly negative attitude of MMs towards TQM; nevertheless, there are studies that view MMs as receiving positive effects from TQM as well.
For example, a study by Sommer and Merrit (1994) demonstrated a positive impact of TQM intervention on MMs' work related issues. In addition, Hill (1995) argues that TQM has a positive effect on MMs insofar as it helps them to effectively do their work and increase their decision-making involvement. A more recent study, Davis and Fisher (2002) , suggests that MMs are relatively comfortable not only with the autonomy that they enjoy due to the implementation of total quality programs, but also that they are keen to delegate some of their authority and responsibility to first-line employees. Additionally, Balding (2005) points out that the application of a TQM program in the Australian health-care organizations resulted in great MM involvement and, thus, an enhancement of their responsibility and freedom to act.
Beyond the above literature, there is also, a series of studies concentrating more directly on MMs' career advancement in relation to TQM application. According to Soltani et al., (2004) the momentum of TQM lays directly upon long-termism which introduces temperance to human resource management sheering away personality development and immediate career advancement. Moreover, during the past four decades, prominent scholars (e,g,, Sholtes, 1997; Hemmings, 2002; Ghorpade et al; have argued that the procedures of evaluating personal performance, which is directly associated with career advancement, comes into direct conflict with TQM programmes and paradigms. As Arthur (1996) points out TQM requires convergent approaches between diverse collections of organisational policies and practices.
Similar research evidence shows that performance appraisal systems should be congruent with culture and organizational principles (Murphy and Cleveland, 2001 ) involving an emphasis on team cohesion and current organisational structures. Employee satisfaction and individual recognition and development formulate a key mechanism in achieving organisational effectiveness, oscillating between short-term performance and a more developmental orientation. As a consequence, the integration of TQM assumptions into performance appraisal, in order to enhance the latter system, is both inevitable and necessary (Masterson and Taylor, 1996) . Moreover, MMs seem to have an adverse reaction towards TQM since it eliminates some of their tasks (like monitoring and auditing), perhaps leading them to believe that they will be made redundant (Dopson and Neuman, 1998) and consequently negatively impacting their career prospects. The rationale behind this is that fewer tasks will automatically lead to them losing their jobs. Through TQM the demand for work among MMs can be significantly increased in terms of performing (Lam, 1996) . This could have an equally positive or negative career impact as TQM gives them broader and wider organizational responsibilities. As Wright (2006) argues, through TQM application MMs become more involved and integral to the decision making process leading to more demanding jobs with higher responsibilities. The overall conclusion from the above analysis is that TQM affects MMs in a significant way, thus leading to changing roles and different career development paths. This suggestion leads to numerous debates related to MM career prospects. For instance, MMs do not necessarily see TQM concepts as having a negative effect suggesting they might accept its ideas and practices and they might perceive them in more pragmatic terms. This view is associated with the contingency view that the effects of TQM should be seen; however, limitations can be observed in the above studies.
Several authors have explored TQM as an ad hoc theoretical framework having the form of a quality improvement program while others have examined a specific aspect of the total quality idea (e.g., teamwork, empowerment). Less, however, has been said about how the whole TQM rhetoric, with a set of 'soft' and 'hard' aspects, influences the working life of managers and their career prospects and job security in particular. Moreover, the majority of studies that emphasized the impact of TQM on MMs' work are essentially qualitative and very few quantitative studies have looked across organisational boundaries. Finally, the majority of studies have been conducted in western countries where total quality based changes have been well-established. Fewer studies have emphasized a non-western context (Tu et al., 2006) . In response to these limitations, the present study provides quantitative evidence towards a wide range of MMs and organisations, operating in different sectors, without missing the stronger explanatory advantage of the qualitative approach.
Methodology
The key contribution of the present study is that it builds on the above work and identifies and presents a set of 'soft' and 'hard' aspects of TQM that affect MMs' career prospects. Therefore, an initial task was to develop a reliable and valid measurement of both sides of TQM (i.e., soft and hard). The development of such measures has been analytically explained in recent work by Vouzas and Psychogios (2007) . The methodology and sampling technique has also been analytically presented in the forthcoming work of Psychogios et. al., (2009) and is briefly described herein. Table 1 provides the commonly used, representative, and basic 'soft' and 'hard' concepts and commonly in the majority of texts and academic journals. Table 1 This study adopted an exploratory research approach that is aimed at providing a wide range of data concerning the impact of TQM on ER in SEE. In particular, MMs from Romania, Serbia, Bulgaria and Greece were investigated. Although, this study was not targeting on a comparative analysis between different counties, it could be considered as primary ground for further research regarding ER in SEE industries as well as other developing countries which have been slower, but keen, to implement promising management programmes.
Take in
Nearly 1800 questionnaires were distributed to MMs identified through the National Management Associations and the Economical / Commercial Chambers. A representative range of responses was based on both individual and organizational criteria. The former refers to MM: (1) age, (2) educational background, (3) the level of experience represented by years of work in the particular position, and (4) the functions that they represent (HR, operations, administration, accounting/auditing, etc). The latter refers to: (1) organizational size, (2) organizational life cycle, (3) the country that they operate and (4) organizational policies and procedures towards quality improvement efforts. 782 questionnaires were returned providing for a very healthy response rate of 43%. The questionnaires were returned from MMs working in seventy-three (73) service organizations in both sectors of employment (19 public agencies and 54 private services). The data analysis was based on a mixture of quantitative and qualitative approaches.
Initially, Exploratory Factor Analysis (EFA) was used in order to develop groups of items that best represent the complex concept of 'soft' and 'hard' TQM (Psychogios, 2005; Vouzas and Psychogios, 2007) . The diagnostic measure used for testing reliability was Cronbach's Alpha; values .60 are considered acceptable in exploratory research (Robinson et. al., 1991) . As Table 2 illustrates, after the purification procedure, three main factors emerged for 'soft' TQM principles. The EFA confirmed that only one factor emerged for further exploration for the 'hard' side of TQM.
Take in Table 2
After the emergence of consolidated TQM measures, different non-linear regression models were been developed for MMs' career development and job security. The models also Beyond the quantitative approach a more qualitative one was adopted based on 23 semi-structured, randomly chosen, follow-up interviews with MMs who participated in part one of the research project. This stage aimed to investigate the hidden agenda of managers' attitudes towards the adoption of TQM in relation to their career prospects. Each interviewee had the opportunity to express his/her opinion in any way he/she wished. This discussion contributed to a more comprehensive understanding of the subjects' attitudes towards several issues. For the purpose of data analysis, open-ended answers were subjected to content analysis and close-ended questions were straightforwardly tabulated. More details regarding the specific qualitative approach can be found in Psychogios and Prisporas (2007) .
Findings
The presentation and analysis of findings has been organized according to the research approach adopted. Firstly, the quantitative data are analyzed followed by the exploration of the qualitative ones.
TQM impact on Career Prospects and Job Security
The growing importance of quality within many organisations has often been seen as increasing pressures on employees in terms of job insecurity. Some authors have characterized MMs as the group suffering the most negative impact from QM initiatives. For example, quality improvement policies, as well as the need for a lean and flexible organization, have contributed to job losses and reduced promotion opportunities (Dopson, 1992) . Therefore, the MMs of our sample were asked to indicate whether they agree that TQM programmes negatively affected their job security and their career development. Table 3 clearly demonstrates that the majority of our respondents do not see TQM negatively in relation to their career development. The negative effects of TQM appeared significant among a small proportion of MMs. Additional evidence has been found by Collinson et al. (1998) , where UK employees reported very high (37%) or moderate (42%) job security in relation to TQM initiatives.
Take in Table 3
Also, private sector managers were more likely than public sector managers to indicate that TQM had a negative impact on their careers; however, this difference needs to be seen in the context of the fact that the notion of career is rather limited among those working in public services. In addition, Table 4 indicates a similar finding for public sector managers, since a considerable number reported that, either they do not know or disagree whether their professional development would be promoted by a greater emphasis on the TQM approach. In contrast, according to private sector managers' views, TQM can improve their career prospects. This finding appears to support Hill's (1995) view that the acceptance of TQM implementation by MMs is strongly linked with the promotion of career interests.
Take in Table 4
From the above descriptive statistical analysis we can conclude that many of the individual aspects of the nature of MMs work have been reported as shifting since the application of total quality programmes. It seems that there is a widespread sense of job security as far as they do not negatively view the implementation of TQM programmes for their personal career prospects. These results seem to support surveys mainly among UK organisations (Poole and Jenkins, 1996; Collinson et al., 1998; Worrall and Cooper, 1999) , where many MMs reported similar changes in their sense of job security and career advancement. The picture, however, is altered somewhat when the sample is separated by employment sector. Whilst private sector managers have stated greater career prospects due to TQM programmes, at the same time it seems that career is not an issue among public managers; the latter do not see TQM as a career threat.
In relation to job security and career development there is a reasonable assumption that security and career promotion will encourage a favourable view of TQM. On the other hand, MMs' career interests may receive the most negative effect from TQM. Thus, the relationship between TQM and MMs' career prospects can be classified into two distinct perspectives. The first one sees TQM as a threat to managerial power and control over their specialist expertise and, thus, likely to make them feel less secure in their jobs (Wilkinson, 1993) . The second view suggests that TQM can be an effective organisational paradigm as long as it is not seen by MMs as a threat to their careers, but in contrast a good opportunity for personal development and promotion (Hill, 1995) . The sample of SEE MMs examined mainly disagrees with the potential negative impact of TQM on their jobs. Nevertheless, it is critical to investigate whether positive or negative views of career development and job security have been affected by their awareness and familiarity of TQM principles and practices (Table 5) . Table 5   Table 5 demonstrates the results from the multivariate analysis of the collected data regarding job security that MMs feel following the implementation of quality improvement initiatives. As we can observe, there is a significantly negative effect of familiarity with the 'hard' aspects of TQM in MMs' responses to TQM negative impact on job security. This means that the more familiar MMs are with TQM techniques, the less negative they see the relation between TQM and their personal job security. This picture differs, however, among public sector managers. On the other hand, the 'soft' elements of TQM have no particular impact regardless of employment sector. This suggests that 'hard' management practices are much more important in professional status terms.
Take in
This scenario is further supported by the multivariate models developed to explore the potential effect of MMs' awareness of the two sides of TQM on their responses to career development. The majority of MMs positively view the implications of TQM for their career.
This picture is confirmed, however, mainly among private sector managers and less among those that work in public services. Table 6 shows that these opinions are influenced by their familiarity with the 'hard' TQM practices -the more familiar a MM is, the more likely they are to see positive career prospects. Once again, though, this picture holds only for managers working in the private sector. For their counterparts in public organisations more emphasis on TQM does not affect personal career development.
Take in Table 6
It is also important to refer to a couple of interesting points that suggest an effect of educational background and age on opinions about TQM's negative impact on MMs' job security as well as the positive impact on career development. It would be reasonable to suppose that the higher the education qualification, the higher the possibilities for people to adopt favourable views about TQM. Surprisingly this is happening only for those working in public services suggesting that educational skills contribute to widespread acceptance of managerial changes more in public organizations at the region. In the private service sector, there are issues other than educational level that may affect MMs' willingness to accept changes, one of which is age. From both regression Tables (5 and 6 ), we can observe that age plays a significant role in MMs' attitude towards TQM and career prospects. According to the results shown in Table 5 , the younger managers are, the less likely they are to view their jobs as threatened by TQM implementation 1 . In addition, as Table 6 shows, younger managers in the private sector strongly believe that their careers will be promoted through a greater emphasis on TQM. Thus, we can conclude that, at least for the private sector, age plays a critical role on how easily they will accept quality-based changes that may affect their employment relationships.
Beyond these points, the general conclusion from the quantitative analysis is that awareness and familiarity with the 'hard' side of TQM plays the most substantial role in private sector managers' views about their career prospects. For public managers, though, the familiarity with TQM techniques does not affect their careers. As the qualitative data demonstrate below, 'hard' TQM methods are useful for organisational performance, but have little to do with MM job security and career development.
MMs Career Prospects and Job Security in Qualitative Context
The above quantitative results indicate that the 'hard' aspects of TQM seem to mainly change aspects of ER of MMs in SEE region; the more they are familiar with TQM techniques, the less likely they are to see their careers in a negative light. According to our qualitative results people who have the appropriate education and specialized knowledge perceive themselves as career 'hunters' since their expertise in 'hard' management practices can make them important factors for organisations: Nevertheless, some of the interviewees who work in public organisations were more skeptical about the adoption of 'hard' TQM practices. This attitude indicates that, although career is not considered an important issue in public services, there is always a feeling of threat that inhibits public managers accepting organisational changes. It seems that these changes do not threaten their job security but rather the nature of their work: Thus, a general conclusion emerging from the above analysis is that the orientation that MMs in SEE organizations bring to their individual career prospects in relation to TQM approach is a narrow one -'hard management techniques' only -and not a wide challenge of searching for personal development. Moreover, despite managerial awareness of 'soft' TQM concepts and ideas, their level of understanding and knowledge towards these concepts is superficial. This result indicates that TQM has become a substantial issue on the managerial agenda. Nevertheless, SEE organisations have to undertake many steps towards the TQM approach before it may be deemed to be a core organising principle; however, this management method seems to have an initial impact on the way that they see aspects ER, like career and job security, as changing.
The above argument seems to be supported by similar evidence suggesting that TQM has impacted MMs, having affected their perceptions on several aspects of their day-to-day work, such as autonomy and work effort (Psychogios and Wilkinson, 2007; Psychogios et al., forthcoming 2009 ). This effect, however, has come mainly from their familiarity with 'hard' management practices rather than from their awareness of 'soft' concepts. This suggests that
MMs hold a realistic view of TQM; according to this, although the 'soft' side of TQM is something 'good' and useful in their minds, it has little to do with organisational reality. The one that really matters is the 'hard' side. This seems to be the conclusion of this study as well.
Also, according to our interviewees' perceptions, top managers are committed to TQM since it can help reach targets and promote organisational effectiveness and competitiveness.
Interviewees indicated that in, exchange for giving more autonomy and responsibility to MMs in order to promote their careers, top managers expect them to work harder, to achieve quality results and to follow the decisions made at the upper level. In other words, MMs need to take more care of their own career progression in a TQM setting.
Discussion
This study suggests that, although the TQM paradigm has not cut very deep into SEE organisations and managers, it has not yet become a driving force (Vouzas, 1997; Psychogios and Wilkinson, 2007) . This seems to be the conclusion in a series of similar studies (Vouzas, 1997; Vouzas and Psychogios, 2007; Psychogios and Wilkinson, 2007; Psychogios and Priporas, 2007; Psychogios et al., 2009) . Most MMs seem to accept it and tend to see it as part of particular policies attempting to modernize SEE management systems. MMs see TQM from a more realistic point of view insofar as they see only the 'hard' side of TQM as a major driver for their career progression, and less so its 'soft' concepts.
This study has shown patterns of relations between MMs' awareness of the TQM approach and its impact on their career prospects and job security. In particular, those that are most aware and familiar with TQM techniques seem to agree that their career development has been promoted. This evidence suggests that there is not a 'perfect' picture delivered by the whole (including 'soft' and 'hard' aspects) TQM approach according to the promises of many quality gurus. On the other hand, we cannot adopt a pessimistic view -TQM established only new methods of control and intensification of the workforce (Knights, and McCabe, 1999) -which is represented by the critical school of thought (Delbridge et al., 1992; Sewell and Wilkinson, 1992) and argues that TQM and similar management practices have a negative impact on employees' conduct of work and inhibit their career prospects.
In contrast, our evidence supports a more contingent and pragmatic view of the impact of TQM on managers (Hill, 1991 and Willkinson et al. 1992 Willkinson et al. , 1993 Willkinson et al. , 1997 Willkinson et al. , 1998 McCabe et al., 1998; Wilkinson, 1999; Psychogios, 2005) . More specifically, although most of our respondents see TQM programmes as a useful chance for autonomous performance and promotion, there are different views among people working in different sectors of employment as well as those with different educational background. Table 7 summarizes the findings of our multivariate models developed for each individual aspect and controlled for the three different samples of MMs. Table 7 One major argument that can be supported is that what really matters is the 'hard' side of TQM; 'soft' principles play a less important role in the reported changes of their work aspects. In contrast, TQM techniques and systems affected most MMs' professional lives.
Take in
Their familiarity with 'hard' TQM practices indicates that they see a positive impact in their career prospects. If the sample is differentiated according to employment sector, it has been concluded that private managers' familiarity with 'hard' TQM aspects mainly influences their opinions about their jobs. There is, however, no effect among public sector managers. The Research has shown that MMs career progression has become more difficult nowadays and the promotion issues and job security are being reduced as hierarchical structures are slowly eroded. This study indicates that in SEE organizations that have applied various TQM approaches, some aspects of ER like career management and development, are no longer a responsibility of the organization itself but of the individual themselves. They are the ones who need to be self-driven, motivated and emphasize their multidirectional interest to learn and improve not only technical skills, but also the soft skills that give them the ability and empowerment initiative to manage human capital most effectively. Finally, it could be supported that, even if MMs have some advantages and disadvantages of the application of total-quality based organizational changes, their place in organizations is not in jeopardy. In contrast, organizational changes lead to alterations in their role -which aids them in seeing their career from a horizontal perspective.
Beyond these findings, it can be supported that ER in SEE are under restructuring since the issue of the adoption of promising management practices, such as TQM, is a major part of the organizational agenda; however, more research is needed in order to clarify whether this restructuring process of ER is seen as beneficial to employees, and especially for those working in organizations operating in turbulent and transforming business environments. 
